Key Issues in the Assessment of Seta Performance in South Africa’s National Skills Development Strategy. by Sean Archer
Working Paper Series
Number 52
Southern Africa Labour and Development Research Unit
by
Sean Archer
Key Issues in the Assessment of Seta Performance in South 
Africa’s National Skills Development StrategyAbout the Author(s) and Acknowledgments
Numerous individuals provided information and advice in the preparation of this report: Friede Downie, 
Gail Eliot, Mark Henning, Cheryl James, Andre Kraak, Janet Lopez, Paul Lundall, Carmel Marock and Florus 
Prinsloo. In addition, I am grateful to Nico Cloete of CHET for funding this research work, and to Murray 
Leibbrandt for performing a careful edit of an earlier draft which has been valuable in the revision.
Recommended citation
Archer, S, (2010). Key Issues in the Assessment of Seta Performance in South Africa’s National Skills 
Development Strategy . A Southern Africa Labour and Development Research Unit Working Paper Number 
52. Cape Town: SALDRU, University of Cape Town
ISBN:  978-0-9869892-4-7
© Southern Africa Labour and Development Research Unit, UCT, 2010
Working Papers can be downloaded in Adobe Acrobat format from www.saldru.uct.ac.za.  
Printed copies of Working Papers are available for R15.00 each plus vat and postage charges. 
Email Addy for the Author:  sean.archer@uct.ac.za
Orders may be directed to:  
The Administrative Officer, SALDRU, University of Cape Town, Private Bag, Rondebosch, 7701, 













One of the most dangerous aspects of the global knowledge-based economy lies in the tensions created by 
the growing ‘knowledge gap’ between the knowledge-rich countries of the North and the (generally) 
knowledge-poor countries of the South. Wealth creates the ability to create the knowledge 
that can be used to create further wealth. But, without adequate means to distribute the 
benefits accruing from such knowledge, social disparities, and the jealousies they invoke, will only increase. 
























































































changes  in  firm  structure  or  management  methods  that  are  intended  to 
improve a firm’s use of knowledge, the quality of goods and services, or the 
efficiency of work flows…[We] propose a more specific working definition of 
organizational  innovation  for  US  firms  that  includes  the  following 
components – workforce training, employee voice, work design (including the 
use  of  cross‐functional  production  processes),  and  shared  rewards….In 
addition, as team work becomes more important workers need to acquire 
additional  skills  to  help  them  function  in  a  more  interactive  group 
environment.  How  one  measures  training  investments  is  critical  for 




























































































































































































































































































































































































The  most  important  of  best‐practice  elements  [in  active  labour  market 
policies]  is  driven  by  an  understanding  that  employment  and  training 
schemes work best if they connect effectively to both sides of the labour 






strategy  which  relied  entirely  on  training  and  economic  development 
programmes working directly with individual employers or employer groups 
could achieve a good deal, but it would also be slow and incomplete in its 
coverage.  A  strategy  which  supported  increased  unionization  and  better 
wage  and  working‐time  standards  would  impact  a  larger  number  of 









































































































































in  1996  to  32%  in  2006.  Similarly,  the  proportion  in  professional  occupations  has 










































the  market  for  vocational  training  itself  [is]  the  information  asymmetry  between 
workers and training firms about the nature and quality of training. The fact that much 
vocational training is provided during employment, partly on‐the‐job, means that the 

































might  add,  of  policy.  The  swampy  lowland  is  where  practitioners  –  here 
vocational education and training (VET) practitioners – meet the learners. It is 





























































































































































people  right  out  of  college  or  right  out  of  school,  you  would  put  them  in 
apprentice  programs  or  development  programs  and  then  you  would  work 
them through those processes to develop the skills that you had. So, we had 











moving  away  from  attempts  to  forecast  talent  demand  to  simulate  talent 
demand. That is, give us a series of assumptions or scenarios and we’ll tell you 
what the likely talent implications are of that. So, we’re getting a sense of the 

























































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































are  influence  costs.  The  fundamental  difficulty  with  the  [any]  policy  of  selective 






























































themselves  in  interpreting  questions  on  “skill  shortages”  (if  only  because  they 
showed  no  reluctance  to  answer  the  question)  we  cannot  rely  on  them  being 
perceived in a uniform and consistent way by all employers…Our findings point to 
two main conclusions for future research. First, studies that investigate the causes 





the  experiences  they  choose  to  classify  as  a  skills  shortage.  (Green,  Machin  & 












may  want  to  investigate  the  reporting  of  skill  deficiencies  within  their  own 
organization in order to discover whether influence costs are prevalent. This would 






















































British  Industry  (CBI)  –  argued  that  “few  employers  are  able  to  predict  their 
medium  term  skill  requirements  with  any  confidence.  The  uncertainties  over 
technology, exchange rates, and future corporate strategies are simply too great to 
allow traditional corporate manpower planning approaches to work effectively”. 









































The  conclusions  of  this  research  [on  the  effects  of  technological  change  on 
employment,  skill  needs  and  the  distribution  of  earnings]  are  subject  to  such 
enormous uncertainties that policy‐makers concerned with training and education 
are well advised to avoid large resource commitments to any specific vision of the 
detailed  occupational  structure  and  skill  requirements  of  the  future  US 
economy…[One illustration is] a study by Binkin of the US military’s experience in 
forecasting  and  adapting  to  the  changing  skill  requirements  of  new  weapons 












































































































achieved  level  of  economic  growth  of  that  country.  Such  an  argument  grossly 
exaggerates  the  contribution  of  manipulative  and  cognitive  skills  in  the 
performance of economic functions, ignores the fact that such skills are largely 
acquired  by  on‐the‐job  training,  and  utterly  neglects  the  vital  role  of  suitable 
personality  traits  in  securing  the  “invisible  handshake”  on  which  production 
critically depends. In short, educational policies may be fitted to literally any level 
or rate of economic growth and cannot be justified in terms of those patterns of 















































required,  by  level  and  type  of  skill  and  by  location,  and  then  using  this  to 
determine  the  shape  of  skills  training.  We  do  so  for  two  reasons.  One  is  the 
obvious point: that it cannot be done with any accuracy at the level of detail that is 









there  is  a  direct,  one‐to‐one  relation  between  an  expansion  in  output,  the 








































skills  of  workers  and  skill  demands  of  jobs,  and  the  uneven  and  uncertain 






diversification  and  periodic  review  aimed  at  adjusting  available  programs  to ~ 60 ~ 
 
demand. Thus, within modest limits, the research on technological change and skill 
requirements  informs  education  and  training  policy,  and  within  modest  limits, 






















































































































































alternative  levy‐grant  scheme  that  can  be  implemented  is  a  system  that  is  revenue 































































































































All  21.0  32.9  26.2  12.6  13.7  8.4  52.4 
Manufacturing  23.4  40.0  34.7  16.3  18.4  7.2  47.3 
Construction  27.6  30.4  31.7  14.9  16.8  12.7  47.1 
Other 
production 
16.6  18.1  11.8  7.6  4.2  9.0  78.5 
Wholesale  12.2  23.9  18.7  7.1  11.6  5.1  62.7 
Transport and 
communication 
23.1  41.1  32.1  18.5  13.6  4.7  50.6 
Financial  23.4  37.6  20.0  11.6  8.4  11.8  53.2 
Business  22.4  22.8  24.0  13.8  10.2  8.6  59.5 
Other services  16.3  40.8  31.3  1.6  29.7  14.7  39.2 
Education and 
health (private) 
14.9  50.5  20.4  10.4  10.1  4.6  40.1 
Source for this table and the following two tables 3 & 4 on perceptions of skill deficiencies in the UK is Watson, Johnson & 

















































Academics  37 327  0.5  914 
Doctors  34 370  1.2  2 191 
Nurses  155 516  1.2  9 934 
Computer‐related professionals  75 841  2.5  9 990 
Scientists  4 647  1.6  388 
Science technologists  4 729  0.5  126 
Educators  354 469  1.4  26 417 
Engineers  29 824  1.4  2 095 
Engineering technologists  32 132  2.1  3 132 
Managers  280 298  0.8  11 298 





















Source: Woolard, Kneebone & Lee (2003: 469)  
   ~ 68 ~ 
 
Assumptions about changes in demand factors 
which drive output in forecasting model. 
Assumptions about productivity changes by 
sector in forecasting model. 
Macroeconomic and sectoral projections in model for output, employment and average earnings.
Assumptions about 
proportions of workforce 
by occupation & by 
qualification (whole 
economy). 
Index of average skills level in each sector. 
Output and productivity levels by sector. 
Assumptions about 
proportions of workforce 
by occupation and by 





















































































































































































































































of Education for the Changing World of Work. Springer, pp. 1075‐1089. The  Southern  Africa  Labour  and  Development  Research  Unit  (SALDRU)  conducts  research  directed  at 
improving the well-being of South Africa’s poor. It was established in 1975. Over the next two decades the 
unit’s research played a central role in documenting the human costs of apartheid. Key projects from this 
period included the Farm Labour Conference (1976), the Economics of Health Care Conference (1978), and 
the Second Carnegie Enquiry into Poverty and Development in South Africa (1983-86). At the urging of the 
African National Congress, from 1992-1994 SALDRU and the World Bank coordinated the Project for Statistics 
on Living Standards and Development (PSLSD). This project provide baseline data for the implementation 
of post-apartheid socio-economic policies through South Africa’s first non-racial national sample survey. 
 
In the post-apartheid period, SALDRU has continued to gather data and conduct research directed at 
informing and assessing anti-poverty policy.   In line with its historical contribution, SALDRU’s researchers 
continue to conduct research detailing changing patterns of well-being in South Africa and assessing the 
impact of government policy on the poor.  Current research work falls into the following research themes:   
post-apartheid poverty; employment and migration dynamics; family support structures in an era of rapid 
social change; public works and public infrastructure programmes, financial strategies of the poor; common 
property resources and the poor.  Key survey projects include the Langeberg Integrated Family Survey 
(1999), the Khayelitsha/Mitchell’s Plain Survey (2000), the ongoing Cape Area Panel Study (2001-) and the 
Financial Diaries Project. 
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